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Executive Summary

With nearly 700 school districts, 248 public charter schools, and 37 Boards of Cooperative Educational
Services (BOCES), New York State’s education system is characterized by vast diversity, geography,
size, capacity, culture and economics. In 2002, the New York State Board of Regents embarked on an
effort to create conditions to promote greater statewide student achievement and lay a foundation for
dramatic education reform. This effort continues today as the New York State Education Department
(the Department) strives to provide every student access to the most effective educators, especially those
students in high-poverty and high-needs Local Education Agencies (LEASs).

Family income, race, and other student demographics should not predict the likelihood of a student
having access to the most effective teachers and principals. The New York State Education Department
(the Department) therefore aims to ensure that students from low-income families, low-achieving
students, minority students, students with disabilities, and students who are English language learners
are placed in classrooms and schools led by the State’s most effective teachers and principals. By
ensuring that all students have equal access to the most effective educators, all of New York’s students
will be equipped with skills that will make them successful in college and career.

Background

The Department strives to ensure that all students graduate college and career ready. Currently, two
predominant issues limit the Department’s ability to realize this vision — persistent achievement gaps
between student subgroups and inequitable access to the most effective educators.

Compared to their peers, the academic performance of students from low-income families, minority
students, particularly Black and Hispanic students, English language learners, and students with
disabilities has persistently been lower based on measures such as four-year high school graduation
rates, college and career readiness rates, and achievement on the grades 3-8 statewide assessments
measuring the college and career readiness standards.

Additionally, compared to their peers, students from low-income families, minority students,
particularly Black and Hispanic students, and the lowest achieving students in New York State are
considerably more likely to be placed with teachers who are rated Ineffective on State-provided
measures of student growth.

Theory of Action

The Department believes that the overall quality of teaching and learning can be raised through the
implementation of comprehensive systems focused on improving educator effectiveness, rooted in sound
implementation of the teacher and principal evaluation system. Such systems can address common
talent management challenges that serve as barriers to student achievement and equal education
opportunity. In order to achieve this, schools and districts must be able to:

e Use multiple educator effectiveness measures (e.g., observations of practice, contribution to
student growth) to identify teachers and principals who consistently demonstrate high levels of
effectiveness that can serve as models and mentors for their peers, to identify teachers and
principals who need intensive support to improve, and to inform differentiated, high-quality
professional development for all educators.

e Use multiple talent management measures to make strategic staffing decisions that ensure

equitable access to the most effective teachers and principals. Such measures should include
educator effectiveness data, student growth and achievement data, teacher and principal turnover
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rates, effectiveness-based retention of educators, and other characteristics such as first year
teacher status, educator attendance data, and highly qualified teacher status.

The Department believes that strengthening practice and increasing equitable access can be achieved by
improving districts’ talent management systems. The $83 million Strengthening Teacher and Leader
Effectiveness (STLE) competitive grant program was intended to help applicants integrate evaluations
into a coherent system of support for educators throughout their careers. Through collaboration between
labor and management, LEAs participating in the STLE grant program developed or enhanced a
comprehensive systems approach to continuously meet the needs of schools and students and ensure
more equitable access to the most effective educators. Such systems develop programs that focus on
various elements of a strategically planned Teacher and Leader Effectiveness (TLE) Continuum,
including preparation, recruitment and placement, induction and mentoring, evaluation, ongoing
professional development/professional growth, performance management, and career ladders (see Figure

1).
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Figure 1. The TLE Continuum

The TLE Continuum is made up of seven components that should be used in comprehensive and
systematic ways to improve the quality, quantity, and diversity of the teacher and principal workforce,
and most importantly — improve student outcomes. Extensive site visits, regular reporting, and status
update calls have allowed the Department to better understand the ways in which STLE grantees have
designed career ladder pathways that provide career advancement opportunities and support efforts
across multiple elements of the TLE Continuum while recognizing and rewarding excellence. This
work has been noted favorably in interviews, focus group discussions, and written reflections by
educators serving in such roles through STLE.






